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The objective of this paper is to share some preliminary findings on what work means to non-governmental 
organization (NGO) officers in Thailand. Non-Governmental Organizations (NGOs) play important roles 
both at the international level and national level in any country. In Thailand, NGOs operate on various 
issues such as labor rights, support for children, health promotion and consumers’ rights protection. These 
NGOs are also known as non-profit organizations. Their activities are meant to support and protect public 
interest and are not for monetary gain or commercial purposes. This study is part of a doctoral research 
using the qualitative approach. In our preliminary findings, we found that generally the NGOs’ workers in 
southern Thailand are educated people. The research question posed is: why are these people working in 
NGOs? They are well qualified to work even in firms (and probably earn better pay) but they chose to work 
in NGOs. Thus, this paper aims to examine what motivates them to work with NGOs. Most researches 
found in the organizational literature have focused on work motivation in the public and private 
organizations, while work motivation in NGOs has somewhat been neglected. Based on previous studies, 
there were already factors which affected employee work motivation which had been identified. Some 
motivational factors (from studies such as Maslow and Herzberg) were used to develop a guiding research 
framework for our qualitative investigation. This study had used a mixed approach (also referred to as a 
triangulation method) within a qualitative study comprising in-depth interviews, non-participant 
observation, and secondary documents. The respondents in this study were the NGOs’ workers in Southern 
Thailand selected from two organizations: 1) the Consumers Rights Protection Project group, 2) the 
Promotion of Quality of Work Life for Informal Sector (Production Scheme). The preliminary findings on 
the workers’ work processes or what they had been doing in NGOs they work for are discussed in the 
paper. Work motivators in this study were used as a basis for discussing the meaning of work to the officers 
who work in the NGOs. The meaning of work to people who work in NGOs is hypothesized to be different 
than those who work in other types of organizations such as firms and governmental agencies. Pay and job 
security could be not that important to NGO’s managers and officers. 
 




Employee motivation is a key to success in any organization, especially for long-term success. Although 
people have a clear goal and a supportive instrumentality, they could not work without sufficient 
motivation to achieve the goal (McShane & Von Glinow, 2000). Even though work motivation is very 
important for achieving organizational goals, many business organizations cannot motivate their workers 
and this phenomenon usually leads to the organizations’ failure (Feng & Pearson, 1999; Larsson et al., 
2001). Those organizations which are able to maintain employees’ motivation will get a high productivity 
as motivated people often put a lot of effort into their performance to achieve the goal. In the same manner, 
NGOs too need motivated people to work for them.  
 
According to the established theories of motivation (such as Maslow’s theory of need, Alderfer’s ERG 
theory, Herzberg’s theory, job characteristics theory, McClelland’s theory of motivation and expectancy 
theory), these theories can be classified into two main groups: extrinsic-based and intrinsic-based 
motivation. Many researchers focused on extrinsic and intrinsic motivation for their studies such as 
Hayamizu (1997), Deci and Ryan (2000), Cappellari and Turati (2004), Van Herpen, Cools and Van Praag 
(2006). This paper used extrinsic factors (such as wage/salary, benefits, worker relations, career 
development, and promotion) and intrinsic factors (such as job characteristics, personal goals, mission, and 
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core values) to develop a guiding research framework. These factors have been studied by past researchers 
such as Pullins (2001), Horwitz, Heng and Quazi (2003), Hechanova, Alampay, and Franco (2006), Van 
Rekom, Van Riel and Wierenga (2006). Previous studies found that there are relationship between these 
factors and work motivation. For example, as a study of employee relations by Bacon and Storey (2000) 
mention joint problem-solving activities or joint decision by organizations and trade unions, Hechanova, 
Alampay, and Franco (2006) maintain that empowerment or actions taken by organizations to share power 
and decision-making lead to employee motivation. Furthermore, a study by Van Rekom, Van Riel and 
Wierenga (2006) focused on core values. Their study found that core values could be used to motivate 
organization’s members in their job effectively because core values have intrinsic meaning and importance 
to them. Thus, both extrinsic and intrinsic factors which may influence work motivation were used to 
develop a guiding research framework for this study. However, this study proposes to investigate the actual 
factors affecting worker motivation in NGOs which were discovered by the researchers in our qualitative 
field study. These actual factors lead to an understanding of the facts that how and why the NGOs’ workers 
were motivated. As this paper hypothesized that the meaning of work influences NGOs’ work motivation 
rather than other factors, we found that some preliminary findings were not balancing link to those factors 
in a guiding research framework. Thus, this paper discusses about what NGOs’ workers valued them and 
their work. These preliminary findings provide us with the true understanding of NGOs’ work motivation.   
 
The discussions begin with a background of Thai NGOs. Next, the theories of motivation and the previous 
studies are revealed in the part of literature review. Then the qualitative research methodology is explained 
and followed by a description of the guiding research framework. The preliminary findings on worker 
motivation in NGOs in Southern Thailand are then discussed.   
 
BACKGROUND OF NGOs IN THAILAND 
 
In Thailand, both local and foreign NGOs play important roles in the development of country. Forty-four 
foreign NGOs were permitted to operate in Thailand (Department of Employment, 2007). These NGOs are 
non-profit and non-political organizations that are compatible with Thailand’s development and national 
security policies (The Royal Thai Embassy, Washington, D.C., 2007). Moreover, 568 local NGOs were 
found in the Directory of Non-Governmental Organizations in 2003 (Thai Development Support 
Committee, 2003). The local NGOs or Thai NGOs is defined as the organizations, associations, or 
foundations that are not part of the government and do not work for profit. The operation of NGOs 
concerning social responsibilities such as consumers’ right protection, promotion of democracy and human 
rights, labor development, and natural resources and environmental issues. They faced the problems such as 
funding problem (Simmons, 2003) and the image problem. NGOs’ movements seem to threaten the power 
of the state (Janchitfah, 2003; Simmons, 2003), so people perceive the negative image of NGOs. While 
NGOs need funding support and competent staffs to run their operation, most people may not attend to 




Many theories explain what motivate workers in workplace such as Maslow’s theory of need, Alderfer’s 
ERG theory, Herzberg’s theory, job characteristics theory, McClelland’s theory of motivation and 
expectancy theory. Abraham Maslow (1943) states that there are basically five categories of human needs: 
the physiological needs, the safety needs, the love needs, the esteem needs, and the need for self-
actualization. If the lower needs had been satisfied, then person will focus on the higher needs (Maslow, 
1943). Alderfer’s ERG theory has some similarities with Maslow’s need hierarchy theory but those five 
levels of needs were collapsed into three: existence needs, relatedness needs, and growth needs (Steers, 
Porter & Bigley, 2003). While Maslow formulated the need hierarchy theory (Ritchie & Martin, 1999), the 
ERG theory does not suggest a rigid hierarchical structure (Hume, 1995). Alderfer’s theory argues that all 
three needs could operate at the same time (Krumm, 2001). In addition to the theory of need, Herzberg’s 
theory identified situational factors that facilitate or inhibit the growth of an employee (Latham & Ernst, 
2006). These factors can be divided into two groups: motivator factors (such as achievement, recognition, 
responsibility, and growth) and hygiene factors (such as company policy, salary, co-worker relations, and 
supervisory style) (Steers, Porter & Bigley, 2003). Moreover, Herzberg has emphasized on job enrichment, 
for instance, companies need to provide multi-skilled jobs, self-directed works, continuous learning 
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opportunities, regular challenges, and progressive responsibilities for their workers to achieve (PSP Human 
Resource Development, 2006). The job characteristics theory agrees that job enrichment usually leads to 
greater motivation and satisfaction (Krumm, 2001). Job characteristics model identified five core job 
dimensions: skill variety, task identity, task significance, autonomy, and feedback (Levy, 2003). 
Furthermore, McClelland’s theory of motivation states that motivation consists of three needs: the need for 
achievement, the need for power, and the need for affiliation (McClelland, 1989). This theory states that all 
individuals have each of these needs although the level or intensity of the needs varies between each person 
(Hume, 1995). In addition to those theories, Vroom’s expectancy theory (1995) explained how motivation 
operates. Vroom’s expectancy theory assumes that there are three components of motivation: expectancy, 
instrumentality, and valence (Vroom, 1995). If these conditions are in place, the individual has an incentive 
to achieve the relevant performance (Bender, 2004).   
 
Based on the theories of motivation and the previous studies on work motivation, motivation can be 
classified into two main groups: extrinsic and intrinsic motivation. These types of motivation have been 
widely studied (Hayamizu, 1997; Deci & Ryan, 2000). The extrinsic and intrinsic motivation have an 
antagonistic relationship, for example, offering people extrinsic rewards for performing will cause their 
intrinsic motivation to be decreased (Hayamizu, 1997). Conversely, intrinsic motivation refers to doing 
something because of the fun or challenge rather than some separable consequences (Deci & Ryan, 2000). 
Increasing intrinsic task motivation leads to worker motivation (Hechanova, Alampay & Franco, 2006). 
But employee motivation depends on individuals, for example, people are intrinsically motivated for some 
particular tasks (Deci & Ryan, 2000). Thus, intrinsic motivation is very important in some sectors such as 
academia, arts, volunteering sectors, humanitarian sectors, military services, and public service, not in 
others (Frey, 2007). In addition, some previous researchers focused on work motivation specifically in 
NGOs or non-profit organizations such as Benz (2005), Cappellari and Turati (2004), FRONTERA (2007). 
In the studies related to extrinsic and intrinsic motivation in non-profit organizations, theoretical 
approaches generally state that non-profit organizations often attract intrinsically motivated workers more 
than for-profit do (Cappellari & Turati, 2004; Benz, 2005). Similarly, a study by FRONTERA, an 
international management and development consulting organization (2007) states that “non-financial 




This study used a mixed approach or triangulation method within a qualitative study. The data was 
investigated from sources such as in-depth interviews, non-participant observations, and secondary 
documents. Units of study in this paper were NGOs’ workers from two organizations: 1) the Consumers 
Rights Protection Project group, 2) the Promotion of Quality of Work Life for Informal Sector (Production 
Scheme). These organizations were selected by using purposive selection because the current list of all 
NGOs in Southern, Thailand was not available. Thus, the researchers used the latest listing provided by a 
coordinator of NGO Coordinating Committee on Rural Development in the South of Thailand (NGO-COD 
South). The researchers selected two NGOs that are the members of NGO-COD South. All of NGOs’ 
workers from both organizations were interviewed. This study used snow ball sampling technique for 
getting the list of NGOs’ workers. Thus, the NGO’s worker who can give the specific information about 
others was selected. Overall, seven workers were the respondents in our qualitative investigation. 
 
A GUIDING RESEARCH FRAMEWORK 
 
A guiding research framework was developed for qualitative investigation. The independent variables are 
composed of two core factors such as extrinsic and intrinsic factors. The dependent variable is worker 
motivation. Culture is a moderating variable. Some studies show that these factors identifying in this 
guiding research framework influence work motivation. Some previous studies show that there were 
relationship between these factors and work motivation. For example, a study by Van Herpen, Cools and 
Van Praag (2006) found that either incentive compensation or promotion will increase extrinsic motivation. 
Furthermore, Pullins (2001) contend that job characteristics affect intrinsic motivation. However, some 
studies found that employee motivational practices were not achieved success in different cultures such as a 
study of empowerment that cites employee participation as a key motivator suggests that the assumptions 
of research may not be valid in some cultures (Hechanova, Alampay & Franco, 2006). A study by 
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FRONTERA (2007) argues that motivational theories which were developed based on the studies of human 
resource management in business sector may not be made relevant for non-profit organization. Similarly, 
motivational theories which were based on the studies of motivation in the western especially in the United 
States do not offer the explanations of motivation in developing countries or other regions (FRONTERA, 
2007). As a result, both national culture and organizational culture may influence work motivation. 
 
 




Extrinsic motivation relates to what is done by others to motivate employees, such as giving them monetary 
rewards or paying them a performance-related bonus (McConvill, 2006). Extrinsic motivation gives rise to 




Intrinsic motivation is often used to represent individual worker’s satisfaction derived from performing the 
jobs and achieving the goals (Barbuto, Trout & Brown, 2004; McConvill, 2006). Thus, this type of 
motivation contrasts with extrinsic motivation. Some study states that increasing intrinsic task motivation 




In this paper, culture refers to national culture and organizational culture which influence ideas, attitudes, 





Work motivation refers to both extrinsic and intrinsic motivation. These two kinds of motivation drive 




- Job characteristics 
- Personal goals 
- Mission 
- Core values 
 
Extrinsic Factors 
- Wage/ salary 
- Benefits 
- Worker relations 






Independent variables Moderating variable Dependent variable 





THE PRELIMINARY FINDINGS 
 
This paper presented some preliminary findings on two NGOs. These NGOs are operating in Songkhla 
province in Southern, Thailand. They have worked on specific issues such as consumers’ rights protection 
and promotion of quality of work life for informal sector. These NGOs are described in sequence. Firstly, 
the Consumers Rights Protection Project group has been operated for consumers’ rights protection, for 
example, this NGO promotes the strength of consumers, and health insurance. They promote the strength of 
consumers by using many techniques such as training, meeting, radio program, brochures, and giving 
policies recommendation to the government. Secondly, the Promotion of Quality of Work Life for Informal 
Sector (Production Scheme) has been operated to support people who work for informal sector, for 
instance, establishing groups or networks for workers in informal sector, promoting the quality of work life 
for workers in informal sector, and promoting the policies, laws, or regulations regarding labor protection 
for informal sector. Their target group is composed of the workers in informal sector. These people 
received the orders for some products from employers. They do these works at their houses in the villages. 
They do not work in the factories or companies. Both NGOs received some budget from Thai Health 
Promotion Foundation for doing health campaign. The health campaign relates to their mission. The 
Promotion of Quality of Work Life for Informal Sector (Production Scheme) aims to promote occupational 
health and safety to the workers in informal sector. Similarly, the Consumers Rights Protection Project 
group has been operated for health campaign because it is related to consumers’ rights protection.  
 
All of NGOs’ workers were found to be females. The average age of NGOs’ workers was thirty-three years 
old. The Consumers Rights Protection Project group consists of three workers: a coordinator, an officer, 
and a consultant. The Promotion of Quality of Work Life for Informal Sector (Production Scheme) consists 
of four workers such as a coordinator and three officers. NGOs’ workers are educated people. There was 
one of NGOs’ workers graduated master degree, while other workers graduated bachelor degree. Their 
fields of study are as follows: 1) Labor and Welfare Development, 2) Accounting, 3) Political Science, 4) 
Community Development, 5) Pharmaceutical Sciences, 6) General Management. 
 
Some of NGOs’ workers have been worked with NGOs for a long period of time. Some workers 
transferred to other NGOs after they finished the previous projects. The average of time period that they 
have been worked with NGOs was six years. The longest period of time for someone’s operating in NGO 
compared with others, was seventeen years. There were the new comers, two workers have been worked 
for two years, and one worker has been worked for four months.  
 
These NGOs did not have a certain chain of command. Each NGO had one person who works as a project 
manager, but there was no position for a project manager in both NGOs. For these NGOs, “the 
coordinators” refer to the workers who had responsibilities as the project managers. We found that the rate 
of salary in the Promotion of Quality of Work Life for Informal Sector (Production Scheme) was 
approximately higher than another NGO by 45-50%. The coordinator of this NGO said that “the salary rate 
of this NGO is in between the salary rate of private sector and government sector.” Each worker in this 
NGO had received different rate of salary depending on her work experience and her negotiation. One 
interviewee said: 
  
“At the first time I joined this NGO, the coordinator offered a higher rate of salary to me. 
But I chose to get a lower rate. I thought she may not expect too high performance from 
me.” (Officer/ the Promotion of Quality of Work Life for Informal Sector: Production 
Scheme)  
 
The workers in the Consumers Rights Protection Project group received the salary as well as the 
approximately standard of salary in government sector. But the salary rate in government sector often 
increased yearly while the salary rate in both NGOs rarely increased. Sometimes the rate of salary in NGOs 
had increased because they received funding support. Some worker mentioned about managerial skills as a 
key to achieve success for NGOs. They have to search for sources of funding and manage the budget to 
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cover all costs. Furthermore, they have to confirm their mission while their environments had changed. One 
source said: 
 
 “Many sources of funding did not give compensation to the staffs. They gave us 
financial support for each activity without staffs’ compensation.” (Coordinator/ the 
Promotion of Quality of Work Life for Informal Sector: Production Scheme)  
 
However, all of workers in both NGOs satisfied their wage. Someone satisfied her salary in NGO, even 
though she thinks that she also qualified to work for other organization with a higher salary. Although these 
workers agreed that money was not the most important factor for them, the coordinators from both 
organizations informed that NGOs need the budget for performing their activities and staffs’ compensation. 
The coordinators suggested that NGOs should develop their project in order to get the funding support. 
Some comments said: 
 
“I am satisfied with my rate of salary. I received a higher rate compared with my friends 
who worked for their own business. I was not depressed, while others who worked for 
business may have been depressed.” (Coordinator/ the Promotion of Quality of Work 
Life for Informal Sector: Production Scheme)  
 
“My friends who worked in a private sector got a higher rate of salary than me. But I 
think I may happier than them.” (Coordinator/ the Consumers Rights Protection Project 
group) 
   
All workers from both NGOs received some benefits provided by their organizations such as traveling 
payment and call cost payment. In addition, the Promotion of Quality of Work Life for Informal Sector 
(Production Scheme) provided a medical payment, accident insurance, and life insurance for its workers. 
Same as all Thai citizens, NGOs’ workers also received the health insurance according to the National 
Health Security Act., 2002. One comment mentions: 
 
“If I don’t want to claim for health insurance from the government, my organization will 
give me a medical payment. For medical payment, I can choose anyway, use the National 
Health Security or ask my organization to pay for me.” (Officer/ the Promotion of 
Quality of Work Life for Informal Sector: Production Scheme)  
 
They confirmed that money could not motivate them to work with NGOs. Conversely, there were some 
factors apart from money motivate them such as a chance of self-development, job characteristics, a chance 
of being concerned citizen. Some comments are stated as follows: 
 
“I got a chance of being concerned citizen for achieving social value.” (Consultant/ the 
Consumers Rights Protection Project group) 
 
“I want to improve and develop my abilities. So, this is a good chance of self-
development.” (Officer/ the Promotion of Quality of Work Life for Informal Sector: 
Production Scheme)  
 
“This job is not routine job. I can create by myself. I think this job may different from 
governmental organizations.” (Coordinator/ the Promotion of Quality of Work Life for 
Informal Sector: Production Scheme) 
 
“Because I found a job challenge of NGO, so I need to work with NGO. … I can’t work 
for bureaucracy. I like a freedom. I want to think and design a job by myself. Besides a 
job challenge, I like to do this job because NGO promotes the workers’ self-
development.” (Coordinator/ the Consumers Rights Protection Project group) 
 
While some workers mentioned about self-development, no one mentioned about career development plans 
or promotion plans in NGOs. However, some workers have been promoted themselves from officers to 
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coordinators. These workers had been worked with NGOs as the volunteers before they started to work for 
full time officers. As time passed, they were the experienced workers, so they became the leaders of their 
organization who worked as the project managers. NGOs’ workers have been worked for various tasks. 
They believed that their potential will be developed when they do more tasks. Everybody in NGOs can do 
more tasks, so they can work replace each other. Some comments are as follows: 
 
“I think if we do more tasks, our competence would be increased. … I had the advantage 
of self-development, for example, I had developed my potential, knowledge, and 
mentality.” (Coordinator/ the Consumers Rights Protection Project group) 
 
“I had been worked to achieve the ideal. I think my ideal came true after I had taken 
action for fieldwork. … I think NGO’s work style was attractively. Everybody 
participated in all work processes. They had planed their work and performed 
themselves.” (Coordinator/ the Promotion of Quality of Work Life for Informal Sector: 
Production Scheme) 
 
NGO’s job characteristics seem to be the main motivator factors. This study expressed that NGOs’ workers 
need to work for some particular tasks, especially the meaningful tasks. We found that NGOs’ workers 
valued some factors. The comments are listed as follows: 
 
“I don’t want to do the business which may contrast with our mission. We will not do any 
business that may thwart our mission.” (Coordinator/ the Promotion of Quality of Work 
Life for Informal Sector: Production Scheme) 
 
“I will choose my village for a fieldwork because I want to develop my community. I 
would like to work for people in the community.” (Officer/ the Promotion of Quality of 
Work Life for Informal Sector: Production Scheme) 
 
“I had polluted our society, so I should return a social profitability to our society. I think I 
worked here because of my social responsibility. … Compensation is not important” 
(Consultant/ the Consumers Rights Protection Project group) 
 
“I was interested in this issue. I feel like this job gives the interest to me and other 
people.” (Officer/ the Consumers Rights Protection Project group) 
 
“Other jobs may not give me a chance to develop my abilities as NGO do. … But when I 
work with NGO, I can do everything as I want to do. … We can prove our thinking, 
belief, and job procedure.” (Coordinator/ the Consumers Rights Protection Project group) 
 
“Money is not important for me. I appreciated to help people. I proposed to develop our 
society in order to achieve social equity” (Officer/ the Promotion of Quality of Work Life 
for Informal Sector: Production Scheme) 
 
Most factors which were valued by NGOs’ workers are intrinsic factors. As a result, some intrinsic factors 
such as job characteristics, personal goals, and mission are more important than those extrinsic factors. On 
the other hand, some extrinsic factor was valued by NGOs’ workers such as co-worker relations. One 
interviewee said: 
 
“We can share opinions because we worked as a team. We are not employer and 
employees. I feel like we are family. This work style made me happier.” (Officer/ the 
Promotion of Quality of Work Life for Informal Sector: Production Scheme) 
 
 In addition, some of them expressed their feelings about the social environments that pushed them 
into the NGO’s work. They faced some social problems, so they need to solve the problems. Other 
comments made were: 
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“I chose the Consumers Rights Protection Project group because it concerns my daily 
live. This issue is interesting because some people take advantage of customers. I feel 
like we lost some interest. I want to solve this problem.” (Coordinator/ the Consumers 
Rights Protection Project group) 
 
 “When I worked as a lecturer, I found that most lecturers were interested in health 
promotion of each individual, not for all. … They need a good environment but no one 
take action to solve the problem. … This project solved the problem in action.” 
(Consultant/ the Consumers Rights Protection Project group) 
 
Although these workers were interested in NGOs and strongly support NGOs’ movements, some of them 
claimed for security of life. Some worker suggests that NGOs should provide the security plan for their 
workers, especially for the workers who must stopped to work because they were disabled, or some 
workers who had no income. The worker claims that the NGOs’ fund should be developed for protecting 
the workers’ security of life.  
 
In our preliminary findings, we found that there exists an NGO fund called “Fund for Friends”. The 
members of NGO Coordinating Committee on Rural Development in the South of Thailand (NGO-COD 
South) can apply to “Fund for Friends” without having to pay any fees. This NGOs’ fund provides some 
welfare for the workers who are disabled, pass away, or had no income (but continuing their work with 
NGOs). The people whether they are the members of NGO-COD South or not can donate money to this 





There were some similarities in terms of factors affecting work motivation between NGOs’ work 
motivation and the theories of motivation. NGOs’ workers had some kinds of needs but the intensity of the 
needs was different between each worker. Some NGOs’ job characteristics correspond to job characteristics 
theory. The job characteristics model was developed by Hackman and Oldham (Pollock, Whitbred & 
Contractor, 2000; Latham & Ernst, 2006). This theory identified five core job characteristics such as skill 
variety, task identity, task significance, autonomy, and feedback (Krumm, 2001). We found that NGOs’ 
workers satisfied their work because they had these core job characteristics. First, NGOs workers have been 
worked for various tasks. So, they used their skills to complete the tasks. As some worker said that “I got 
more experiences from this task. I had improved my skills for listening, writing, and speaking.” Second, the 
workers perceived task identity because everybody participated in all work processes. They had planed and 
designed their work and then they operated by themselves. They may understand the work processes very 
well. They usually discussed together. Then, they understand the relationship between their tasks and other 
workers’ tasks for getting the completion of task. Third, task significance is the important factor for work 
motivation. Most of NGOs’ workers perceived that their job has the significant impact on other people in 
community because their activities aim to promote quality of life for people, and protect public interest. 
Forth, NGOs’ workers experienced work autonomy, as a worker said that “They had planed their work and 
performed themselves.” But they were not independent, they usually discussed together in meeting. They 
can decide themselves for something, not for everything. They also worked as a team. Fifth, NGOs’ 
workers received feedback from their co-workers and other people in community. NGOs’ workers often 
gave the feedback to their friends. However, some worker states that NGOs need the appropriate criteria to 
show them the direct and clear information about their performance. 
 
NGOs’ workers valued intrinsic factors (such as job characteristics, personal goals, and mission) rather 
than extrinsic factors. Thus, their satisfaction derived from performing the jobs and achieving the goals. 
Personal goals of NGOs’ workers often focused on achieving public interest, for example, the worker said 
that “I proposed to develop our society in order to achieve social equity.” The personal goals of NGOs’ 
workers often correlated to organizational goals. If NGOs’ personal goals conflict with organizational 
goals, they may not maintain NGO’s mission effectively. Furthermore, some worker confirms NGO’s 
mission, as the coordinator states that “I don’t want to do the business which may contradict with our 
mission. We will not do any business that may thwart our mission.” On the other hand, some extrinsic 
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factor also affects workers motivation in NGOs such as co-worker relations. They like to interact with 
others as a family. So, both NGOs did not have a certain chain of command. According to the theories of 
motivation, it can be said that NGOs’ workers also had the need for relationships with others (similar to 
love needs in Maslow’s theory of needs, relatedness needs of ERG theory, or need for affiliation in 
McClelland’s theory of motivation).  
 
As the previous studies found that non-profit organizations often attract intrinsically motivated workers 
(Cappellari & Turati, 2004; Benz, 2005), the preliminary findings were consistent with the previous studies 




This paper had described and analyzed the factors affecting the worker motivation in NGOs in Southern 
Thailand. Some preliminary findings show that NGOs’ workers had valued intrinsic factors being more 
important than money. However, some workers also focused on some extrinsic factor such as co-worker 
relations. The meaning of work to NGOs’ workers relates to their personal belief or perception. Some 
workers have worked to achieve their ideals or something in which they believe in. These people felt 
satisfied and appreciated to do the meaningful tasks which influenced the lives of other people. 
 
The preliminary findings gave us some indications of what motivates people to work in NGOs. To 
appreciate organizational challenges, we should try to understand the nature of each individual or the job 
seeker. Then, the organization can develop suitable working conditions for the workers. Some 
organizations were unable to motivate their workers because they did not fully understand the dynamics of 
work motivation in their organizations especially in NGOs. This qualitative research methodology could be 
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